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The Honorable James T. Lyna
Director

QOffice of Manzgement arnd Budget
Weshington, D, C. 20503

Dear Mr, Lynn:

Enclosed are three copies of the CIA plan for irnplementing
the Presidential Maragement Initiatives effort. Incorporztzd in
this document are the reports due on 3 September 1976 on telephone
usage, executive development systems, and internzal position

management and clessilication,

Sihcerely,

r D : E. H, Knochke |
o BDeputy Director

Enclosure

cec: s, Manette Blandin (w/enc)
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AGENCY ACTICN PLAN AND MONTHLY KEFORT

INITIATIVE: 1

PITLE: Decisionmaking and Departmental Organization
25X1
DEPAKIMENT/AGENCY: Central Intelligence’Agency

RESPONSIBLE OFFICIAL: James H. Taylor, Comptroller TELEPHONE:

I. Policy Analysis Staff

ML

. Determine extent to which there is a unit available to assist the agency
head in carrying out the functions listed in the Summary Sheet (Issue 1,
Item A); and report to OvB on steps taken to establish or upgrade such a unit.

These functions are vested in the Comptroller, who reports
directly to the DDCI.

II. MBO Program

Rev1ew agency objectives for possible improvement and include those
necessary to carry out actions directed by the PresiGent.

~Action Steps Estimated Completion Date
~a. Directorate : | 6.September 1976
Submissions _ -
b. DDCI Revieﬁ 13 September 1976
c. Provide to 15 September 1976

OMB Examiner

III. Decisionmaking

Develop and utilize checklist approach to decisionmaking. (Guidance

from Ome is attached.)

Action Steps Estimated Ccaoletion Date
a. Distcibute ONMB 16 AuguéE‘l976
' Guidance
b. keview usage & 15 Octobar 1976
utility
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A. Peview current staffing patterns and ogggnizational structures
to idéntify unnecessary position layering® and excessive organizational

§ubdivisions.

 During the past several months,the Central Intelligence
Agency has begun to make organizational changes to implement
Executive Order 11905 issued by President Ford in February.19/6. ¢
Responsibility tor day-to-day operations of the Agency is now
assigned to the Deputy Director for Central Intelligence (DBRCI)
who has begun a sweeping review of all phases of the Agency's
work. To help him in this review, the DDCI has drawn his senior
managers into an Executive Advisory Group (EAG) which has set tor
itself the task of devising the best use of Agency personnel
resources. One vehicle that the EAG has chosen is a personnel
inventory which will be conducted in the next six months and will,
inter alia, identity unnecessary position layering and "assistant to"
positions. first steps in this process have already been taken and
are described in detail in Issue 5, Item III., Position and
Classification Management.

B. Develop plan to consolidéte sub-units. -

The EAG isrcurrently considering a number of substantial
organizational changes. Consideration of consolidating organizational
elements will follow.

C. Establish guidelines for "assistant to" positions including number
per policy official and grade level.

See Issue 5, Item III.

i

D. Establish procedures to ensure at least agency deputy level review
of Progosals to create new subdivisions and "assistant to" positionsg
, : _

ZTIA- Headquarters Regulation reads as follows: . 25X1

Each Deputy Director is responsible for implementing
the provisions of this regulation within the area of his
jurisdiction and will...present proposals for signiticant
organizational changes...to the Director for approval.
Proposals should be torwarded, with aporopriate justification
through the Comptroller. (Significant organizational changes
include such actions as the establishment or closure of
a station or base land] the transfer of a major function
from one component to another.))

The Comptroller will review proposals for significant
organizational changes...which have budgetary, manpower,
or program implications among two or more directorates
and submit appropriate recommendations to the Director.

*See also Issue 5, Item IIL, for further treatment of this area.

.
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D, | Station Review (began lwwily 1976)

The'regular evaluation process ot the Operations Directarate

25¥1

|A study is underway to datermine if .

' _possible redundant reporting between the overt collection

ettorts should or could be made to improve the productivity ot these
stations or whether one or more of them should be closad. The report
will include a plan and timetable for closing any which are judged
without potential tor improvement.

Action Steps Estimated Completibn Date
a. Initiate study 1 July 1876

. ' ' []
b. Forwardg report to DDO I October 1976

C. Future steps depend on

study results

E. __|Reporting (to begin 1 October 1976) 25%1

The regﬁiar Operations Directorate evaluation process has j “‘;g 1
r““lﬂen*lLl%?‘

and the clandestine collection] 5284

In order to
~INCIEASe UIe eIr1Ciency Or DOtn the overt and clandestine collection
activities, a continuing comparative study will be undertaken to identify
the subjects and topics which are being covered by both systems and to
develop recommendations to -eliminate needless redundancy and to strengthe:
areas of unique reporting. Interim results will be available to assist
the program review process in early 1977.

. Action Stéps ) Estimated-Completion: Date
a. Lhitiate study N 1 October 1976
b. Begin compiling initial results 1 April 1977
¢. First interim report . 1 May 1977

F. Alternative Data Processing Equipment (began 1 July 1Y76)

. Qurrently large scale computer systems are used in a central corpuier
racility to provide computer services to a wide range of applications
and users throughout the Agency. Many of the applications can be
classitied as intormation storage and retrieval applications. Taioimallon
storage and retricval systems have much commonality in tae ruactions
that are performed and the ADP technigues that are used to accoxplish
tipse Lunctions.  When larges centralied corputers are used for
those epplications, service to the customers is atrected by corpatition
for computer resources, interaction among applications which can slaw

Pyt gy ey,
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outages. ~In this study, to be done partly’"by a contractor, we
have selected an appropriate application involving a data base
containing information on Special Clearances. Data will be converted
tor use on a minicomputer, programs will be prepared, and operational
tests will be pertormed and evaluated to determine if the-minicomnuter

. can provide greater reliability (i.e., less downtime from system

tailure) and more etfective response time tor storage and retrjeval.
tunctions at less cost.

Action Steps s . Estimated Completion Pate
a. Complete review of current 31 July 1976
rethods for processing the
application
b. Complete conversion of current' 31 October 1976

data base to suitable ftorm
for use with minicomputer

c. Complete application programs 30 November 1976

for minicomputer

d. Complete oberational tests of 31 December 1976
minicomputer and application
programs

€. Complete evaluation and study 31 January 1977
report

G. Component-Conducted Training (to begin 15 November 1976)

A review will be conducted of all training activities in the
Agency, whether under the aegis of the Office of Training or conducted
by other components. Among the subjects to be covered in the review
are possible duplication; opportunities for combining similar courses
conducted by ditterent components; and the etficiency of metheds used
tor determining training requirements.

Action Steps ' Estimated Completion-Date
a. Initiate studies ® 15 November 1976
b. Complete report 15 February 1977

H.- Survey of Applicant Processing Data Controls (began 2 August 1Y75)

A teasibility study is being conducted to determine the etticiency
and eftectivenaess tactors of using the computer to control applicant
tiles, to include recording and summarizing data on nunb2rs ot tiles,
moverent of tiles, length of time in oroness, WNC roports and the
disposition or fiies. Une study will indluda thc exploration of nigh
sr2ed word processing nquloment to reduce persomnel costs and to 1morovea

. sevvice to applicants.

SEQRIT
- '“- 1
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III.

Action Steps Estimated Completion Date
Approved For Release 2006/10/31 : CIA-RDP83-01004R000100110007-5
a. Conduct=feasibility study 30 ¥€ptember 1976

b. 1If feasible, explore:

(1) Computer hardware
(2) Available prepackaged programs

c. Explore highspeed word -
processing equipment

d. Assuming the study results are
positive, the following mile—~
stones will be implemented

e. Secure and install equipment and
software

f. Training employees-
g. Implement new system September 1977

I. Evaluation of Contracter Translators (an on—going program)

Quality Control Guidelines set standards and procedures for initial
language testing, test grading and periodic performance and skill
evaluation of all contract translators. Every translator is reevaluated
annually, on language skill and volume of work. A substantive officer
from a relevant production office participates in the evaluation.
Ratings are on a scale of 1 (low) to 5 (high). Ratings determine rates
of payment and work flow and also provide a mechanism for weeding out
poor performers. As a result of evaluations during 1976, 15 contracts
were cancelled.

The system assures that only qualified translators are offered
contracts, that they are paid fair rates (based on regular checks with
the translation market), and that parformancL continues at acceptable
levels of competence. Participation in the evaluation system by
substantive officers assures that the production offices are satisfied -
that they are receiving quality products. This is a continuing program
that continues year-round.

J. Efficiency and Productivity of Photo Laboratory (began 1 August 1976)

An outside contractor has begun a study of all aspects of current
operations and will recormend improvements in procedures for processing

photographic materials. N,

.Actién Steps ' Estimated Completion Date
a. Contractor begin work 1 August 1976

b. Completed report due 30 Octobar 1976

Mana jement Plans

Awaiting OB guidance.
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AGENCY ACTION PLAN AND MONTHLY REPORT

INITIATIVE: 3

TITLE: Reduction in the Burden of Federal Reporting and,Requlation

Not applicable to CIA. No further reporting required.

£y Ty
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INITINTIVE: S ~

TITLE: lersonnel Management

25X1
. DEPARIMMNT/AGENCY: Central Intelligence Agency

RESPONSTSLE OFFICIAL: James H. Taylor, Comptroller  TELEPHONE:

I. Executive Selection and Development

Identify and train parsonnel having executlvc promise; develop
incumbent executives.

The Central Intelligence Agency already has an Agancy-~
wide executive selection and developrent system incorporating
all the features suggested in the OMB merorandum of July 27,
1976 on Presidential Management Initiatives. This system is
known as the Personnel.Development Program (PDP)—the Agency's
tormal approach to planning for employee development and the
filling of executive-level vacancies. The five Career Services—
that is the groupings of career personnel trom the DCI Area
and from the four Directorates—-prepare PDP's covering their
personnel. There are two Sections to the PDP: Section 1 is
the Executive-Level Development Plan which is prepared for a
three-year period; Section 2 requires the preparation of Davelop-
ment Profiles which provide a framework for career planning below
the executive level. Section 1 was first prepared in 1973 and
was derived from the Federal Executive Development Program.
Section 2 dates from 1975,

The report of each Career Service is reviewed by the

. reszonsible Associate Deputy Director and Deputy Director
‘ang then forwarded to the Director of Personnel. The Office
of zersonnel consolidates tha PDP's from each Career Service
irzc an overall Agancy PDP which is forwarded to the DDCI
for review. The DDCI then schedules individual meetings
with each of the Deputy Directors to review their Personnel
Development Programs, with particular emphasis on the lists
of candidates for assignment and for development.

PDP Secticon 1:  Executive-Level Development-Plan

- This includss a listiﬂg of all expected vacancies for positions at
the Gi~15 through G5-17 levels Lor thz next three [iscal years and of
candicd.:tes qualified for as 51gﬂ:ent to these vacancies. Two candidates
are normally identified tor each vacancy.

It also includes a listing of those officers in grades GS$-13 through
G5-15 whose pertormance has indicated that they have the potential tor
successlul assignment to executive-level positious. ‘the roster provides

7.
L
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for a conci,outlining of the assignments,/xperiences and specific
training which will prepare each of the officers for increased respon-
sibilities; these are developmental plans tailored for specific individuals

PDP Section 2: Developmental Profiles

This section is concerned with the design of Developmental Prefiles

for professional and technical personnel in grades GS-0Y and above. Pro.filc
are designed for designated groups of employees, not for individuals. A
Developirental Profile can be viewed as a flow chart of either short or long-
range plans for, or opportunities available to, a functionally homogencous
group of officers (e.g., economic analysts) at progressively higher levels -
responsibility. The Profile's purpose is to provide guidelines for decisio.
affecting the career development of members of an identified group and to

provide a frame of reference for appraising their readiness for various

stages of development. The Profiles identify training courses and tyoes

of assignments generally pertinent in planning the development of individual
within the particular functional group or profession. The Profiles also
identify any relationships among various disciplines or career “tracks" so
that the persons concerned will be aware of the patterns of career planning
and avallable options.

‘The Profile is a tool to guide career development action, for use in
making decisiohs$ regarding choices among training and/or assignment oppor-
tunities, and to provide standards for monitoring and evaluating growth in
various functional areas. The Profile is a positive reminder to both
‘management and to individual employees of the requirements and opportunities
for Bevelopment. It is emphasized, however, that Development Profiles are
only idealized models to assist the employee and appropriate career offices
in planning for career development. Profiles are flexible and responsive
 to change. There is no intent that a Profile be applied rigidly to require
all officers in a particular grade and functional group to take identical
courses or to be assigned to exactly the same type of position at the same
time in their career development.

4
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II. Work Force Quality

Evaluate employee programs which atfect overall work force quality.

As indicated under Initiative 1, these matters are all
under review by the Executive Advisory Group. -

- Action Steps . . -~ Estimated Completion Date

*

Evaluate quality of programs for

recruitment, performance evaluation,

career advancement, managerial

incentives, and training. : 15 March 1977

Identify priority steps for improving'
overall work force quality through :
changes in these programns. 15 March 1977

IIX. Position and Classification Management

Systematically reexamine internal systems, and take appropriate cor-
rective action to -restrain grade escalation and to eliminate duplication
of work or underutilization of personnel.

One of the results of the review of the 1978 program in
July 1976 was recognition by the senior management Of the B .
*Central. Intelligence Agency of the nced to have even more
f? precise Kknowledge ot how our present position allocations relate
: to individual substantive assignments. This has called into
guestion the applicability of the present system of occuoational

.

coding.
Action Step Milestone EBstimated Comoletion Date
" '* Conduct Inventory of Devise questions to be
Personnel * answered by inventory. 30 Septemter 1976

Plan implementation of
inventory and make tentative
work assignments 15 October 1976

Complete directcrate

inventories. . 15 November 1976
Compile results. 31 December 1Y76
" Review classitication
- systoem in light of
* Inventory results. : © 28 Februacy 1977
Adjust classitication ' .
1 systom as necessary. ) 15 April 1977

7

* A1)
.~
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IV. Froductivitv Measurement

Improve productivity measurements and extend such measurements to
tunctions not presently covered. y . s

Numerous productivity. measurement systems are in opération
throughout CIA; they are constantly being retined.

In data processing we measure:

—number of batch jobs per day,

—average turnaround time for batch jobs,

—nurber of records converted to machine language,

—mean time to failure for each computer system,

—mean time to repair for each system,

—number of requests for computer service completed

- each month, and ¢

—number of customers (users) being supported con-—
currently on the interactive timé shared computer
system.

The Office of Communlcatlons measures:

—messages handled by the worldwide network (total and
man-year), and
~—messages processed at Headquarters (total and per-position}.

Logistics measures:

—number of pieces of mail handled,

—amrount of classitied trash disposed of,

—number of printing jobs,

——number of printing plates made,

—-number of procurement actions processed,

—numbar of safehiouses acquired, terminated, and
maintained, and

—number of line items packed and crated.

Security maintains productivity data on:

—ovarseas and domestic security surveys,

—overseas and domestic technical security support,

-—technical security equipment instruction,

—tfield investigative assignments, and

——information release (handling of requests under
the Freedom of Intormation Act, the Privacy Act
and E.O. 11652).

We currently plan to extend productivity measurement in 1977 to:

—cormunications equipment repair and return, and
--cryptographic equipment distribution.

Y
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Employment Ceilings

‘ake: steps to assure adherence to President’s employment ceilinge.

The system the Central Intelligence Agency uses to
administar personnel ceilings is part of the normal budget
cycle and starcts with letters of tinancial guidance “which -
the DDCI issues at the start of a fiscal year. Along with
apportioning tunds tor the fiscal year, the DDCI apportions
the Agency's persomnel ceiling to the DCI Area and to the four
directorates that comprise the Agency. During the year, numbers
of personnel on duty are monitored monthly by the Resources
Statt of the Ottice of the Comptroller. Data for this purpose
are provided by the components through the computerized budget
reporting facilities. In addition, 'the Otfice of Personnel
reports on-duty strength as of the last day of the month just
past and projects end ©of the year positions based on Agency-—
wide rates of accession and separation. These data provide
the background for the Comptroller to weigh requests for increased
ceiling as unforeseen requirements for personnel arise. Any
decisions to shift positions within the existing ceiling are
made at monthly Comptroller's meetings, which are attended
by the four deputy directors—-each of whom is responsible for
personnel management within his directorate. This system has
been completely successtul.

L 4

Approved For Release 2006/10/31 : CIA-RDP83-O1.0C54ROOO’IOO’I 10007-5



{sunECT. (option

f

v

KLLMD Ardl

ARLIUXY 2SS

o

hmwuwcuFUFREbdbeAUUO/HﬂJI kAAﬁ?UHadLHUU4HUUU1UU11UUU/5

Presidential Management Inltlatlves

FROM:
C/MAS/DDA

EXTENSION

NO.

DATE
26 Auo-uqt 197&

TO: {Officer designation, room numhar, and
building)

DATE OFFICER’S

B INITIALS
RECEIVED | FORWARDED

COMMENTS (Number.. oach comment- to shbw flom whom
to whom. Draw o line acress column ofter each comm 2nt.}

* D/Personnel

_ SE-58, Hgs. Attached are:
2. 1. Agency plan for imple-
mentation of the Presidentialj
o Management Initiatives. This!
3. ' was transmitted to D/OMB by !
. memo fr DDCI dtd 24 Aug 76€. |
2. OMB's Decision-Makers |
4. Checklist forwarded to DDA i
under memo fr Compt dtd !
18 Aug 76. |
5. ) |
. ~ - Note that the Comptroller |
selected only two efficiency
6. evaluation studies from the
T list suggested by DD/A. The
: * Agency plan lists:
7. ODP's "Alternative Data
. Processing Equipment' and
: OP's '"'Survey of Applicant
8. Processing Data Controls”
(Ref: Initiative 2, para II)
9.
4
10.
Distribution:
1. Each DDA Office Director
. Assistant for Information
12.
. 3 STATINTL
13, .
14,
15.
oM 410 Saoes 5eCRET [ CONFIBENTIAL [ LiEdal (] CMCLASSIFIED
- 3 o ' = Usg oLy
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